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UNIVERSITY OF MAINE 
REPORT OF THE TASK FORCE ON THE STATUS OF WOMEN 
EXECUTIVE SUMMARY 
NOVEMBER 1988 
The Task Force on the Status of Women established by President Dale W. 
Lick in December 1987 submitted its Report in June 1988. This summary is 
intended to communicate in a condensed form the contents of the Report. 
Readers are advised to consult the full Report for the data and rationale 
that support the findings and recommendations summarized here. Copies of 
the Report have been sent to each organizational unit. Additional copies 
are available at the information desk in Fogler Library. Personal copies 
may be obtained, while the supply lasts, by calling Extension 1476. 
OVERVIEW OF FINDINGS 
PART I 
DISTRIBUTION, RETENTION, COMPENSATION, ADVANCEMENT, 
AND REPRESENTATION OF WOMEN AT THE UNIVERSITY 
University data concerning the status of women in relation to their 
numbers, distribution, retention, compensation, advancement, and 
representation at all levels indicate clearly the presence of barriers to 
the full participation of women in the life of the University. These data 
are presented and analyzed for four populations: faculty, non-faculty 
professional employees, classified staff, and students. 
Faculty women. In 1975, 12% of the tenured and tenurable faculty were 
women. In 1987, 18% were women, with most of the growth having occurred in 
the period 1981-85. This slow rate of increase during 12 years of affirma-
tive action, and the more recent lack of continued progress, indicate that 
the University has not been notably successful in recruiting, appointing, 
retaining, or promoting women on its teaching faculty. In a comparison of 
the representation of women in the professional ranks with their 
representation at eleven other major public universities, the University 
ranks third out of 12 for assistant professors, ninth for associate 
professors, and twelfth for full professors. 
The representation of women on the full-time non-tenurable faculty, 
including research faculty, lecturers, visiting faculty, faculty on fixed 
length appointments, and faculty of the Cooperative Extension Service, has 
grown at a faster rate than that of women on the tenured and tenurable 
faculty, while that of women in part-time faculty positions has remained 
high. Since many of these positions are considered less desirable than 
those of the full-time tenured or tenurable faculty, the data are 
interpreted as further confirmation of the concentration of women in 
positions of lower status, less compensation, less job security, and fewer 
opportunities for advancement. 
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Seventeen academic departments and one undepartmentalized college have 
a percentage of women faculty equal to or greater than the representation 
of women in the national pool of persons holding the requisite 
qualifications for appointment to the faculty. In the remaining 29 
departments and one undepartmentalized college, women are underutilized. 
Nine of these units, in which women are severely underutilized, merit 
special concern and attention. 
Faculty women are less well paid than faculty men. An analysis that 
controls relevant variables demonstrates that the added value of being male 
in the four-year colleges is in the range of $1500-$2000 annually. The 
discrepancies between women's salaries and men's are more severe at the 
University of Maine than at comparable institutions: the 1987-88 average 
salaries for men at professorial ranks at the University is 96%-101% of the 
national averages for men in the same AAUP category, whereas that of women 
at the University is only 88%-91% of the national averages for women at 
those institutions. 
At the two-year University College, where 50% of the faculty are women, 
the situation is somewhat different. The average salaries for women in the 
professorial ranks are slightly higher than the average salaries for men; 
however, faculty salaries for both sexes are substantially lower than 
national comparisons would predict, particularly at the ranks of assistant 
and associate professor. 
Nonf aculty professional women. The representation of women among the 
nonfaculty professionals on campus has grown from 31% in 1975 to 43% in 
1987. Most of the growth occurred between 1979 and 1983, more recent years 
showing little or no growth. Like faculty women, other professional women 
are concentrated in the lower ranks. The percentage of women among the 
executive, administrative, and managerial ranks has not increased during 
the twelve-year period; in 1987 it was at a twelve-year low of 14%. 
Women dominate in three areas of professional employment: health care, 
library service, and child care and early childhood education. In other 
areas, job titles indicate both additional sex-segregated positions and the 
concentration of women in lower ranks. 
Opportunities for advancement are in general much more severely limited 
for women on the professional staff than for faculty women. Advancement 
via promotion occurs infrequently; advancement via an evolution and 
redefinition of job responsibilities, somewhat more often. 
A human resources consulting firm hired by the joint committee of the 
University of Maine System and UMPSA is engaged in a study of the salary 
setting practices for professional staff employees, in order to determine 
whether they are being compensated consistently. When the study has been 
completed, it may also be possible to determine whether women professional 
employees are compensated as well as men of equivalent qualifications and 
responsibilities. 
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Women on the classified staff. Twelve years of affirmative action seem to 
have had no visible effect on the numbers and distribution of women on the 
classified staff. Women have represented 96% of the secretarial/clerical 
staff throughout the period, and exceeded 4% of the skilled crafts workers 
only briefly some years ago. Their representation in the technical/para-
professional workforce, where they have usually been a distinct majority, 
has fluctuated; in 1987, it was somewhat higher than the twelve-year 
average, but not higher than it had been in 1979. Women's participation in 
the work of the service/maintenance staff was relatively stable at 35%-40% 
until 1983; subsequent reductions in the size of this staff resulted in a 
disproportionate loss of women in the ranks to the twelve-year low of 27% 
in 1987. 
Like other women employees, women on the classified staff are 
concentrated in the less well paid positions. Of the women working in 
classified jobs excluding service and maintenance, 87% earn less than 
$16,000; only 24% of the men in those job categories earn less than that 
amount. In the service and maintenance category, 98% of the women, but 
only 87% of the men, earn less than $18,000. Although male workers 
constitute only 44% of the classified staff, they hold 68% of the 
supervisory positions. 
Implementation of the reclassification system completed in 1987 
promises to redress some of the inequities in wage distribution. 
Historical comparisons suggest, however, that if such implementation 
results in substantially higher wages for the secretarial/clerical and 
technical/paraprofessional staff, it may also result in a long-term loss of 
jobs for women. 
Women students. The percentage of women in the student body, having 
remained at 47% for several years, increased between 1975 and 1979 to 49%, 
still somewhat below the national average, and much below that of the 
University of Maine System. Although a minority of the student body, women 
make up the majority of several student populations: non-traditional 
students, part-time students, non-degree students, and students who are 
single parents. Their concentration in these populations suggests that 
women are less likely than men to be living in University residences, to be 
able to take full advantage of University resources, or to be well-served 
by programs and services devised primarily for traditional, residential 
students. 
Women students have fewer opportunities than men students to develop 
strong bonds of friendship and support with same-sex peers. They are also 
very much less likely than men to have the advantage of teachers, advisers, 
mentors, and role models of their own sex. 
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Student women entering the University in 1981, 1982, and 1983 were 
slightly more likely than their male classmates to graduate from the 
University. The best available data do not suggest that women students at 
the University differ markedly from national patterns in their choice of 
academic programs. However, since women continue to avoid traditionally 
male professions, these national patterns are themselves detrimental to the 
advancement of women as they perpetuate the shortage of women in so-called 
"men's professions, 11 where market pressure and tradition result in higher 
status and economic reward. 
PART II 
PROCESSES AND CLIMATE AFFECTING WOMEN AT THE UNIVERSITY 
Assessing the processes and climate affecting women at the University 
of Maine means assessing the values of the University as they are 
manifested in compensation, hiring, public recognition, internal support, 
career patterns, curriculum, and the symbols with which the University 
represents itself to its constituencies. 
A partial inventory of institutional values demonstrates that 
activities oriented toward and dominated by men are more highly valued and 
rewarded than those in which women participate equally or predominantly. 
As a consequence, it becomes easy to perceive women as marginal to the most 
valued work of the University. A further consequence is that as students 
internalize these values, they leave the University ill-prepared to be 
leaders in a society that has made major transitions in sex role 
expectations. 
The Report describes in some detail four sets of circumstances 
affecting women's opportunity to excel at the University. 
1. Women's work for family and community 
Any model of democratic participation in the workforce that fails 
to acknowledge work for family and community discriminates against women. 
Far fewer women than men can choose to have children without interrupting 
or otherwise retarding their career development by several years. The 
structure of the University, being based as it is on a traditional male 
career trajectory, neither demonstrably values nor assertively supports 
women's work for family and community. 
The University can choose to value as job-related assets the experience 
gained by working women with families in handling stress, ambiguity, and 
complex demands. It can also promote opportunities for women to 
participate and to advance in the workforce by enhancing child-care 
services, by liberalizing family leave provisions, by facilitating flexible 
work arrangements, and by instituting provisions for slowing or temporarily 
stopping the tenure process. 
- 5 -
2. Classroom and curriculum 
The classroom climate can be -- and often is -- both a hindrance 
to learning and destructive to self-esteem. Classroom climate .includes 
sexist language and other forms of sexism in the classroom, both as 
practiced and as tolerated by instructors. 
Any assessment of classroom climate must consider the number of women 
teachers, advisors, mentors, and role models in general. The lack of women 
in many departments and in senior administrative positions at the 
University communicates to women that, though they may be outstanding 
students, they will not be able to attain a position of stature at their 
University or a similar institution. 
Among the many options the University has in responding to issues 
raised by assessing the classroom climate and the curriculum, urgent ones 
include the need for the expansion of Women's Studies, for the integration 
of women's perspectives into many more courses, and for the hiring of more 
women in both faculty and administration. 
3. The isolation of professional women 
Professional women who work in units with very few women work in 
an environment less conducive to the development of their full potential 
than that of their male colleagues. For most professionals, productivity is 
a function of one's position in the communication system of the 
organization. Isolated professional women at the University tend to have 
less access to both formal and informal communication networks than their 
male peers. 
They must also work in circumstances that dissipate their energies and 
adversely affect their morale. They are preferentially asked to make 
contributions that are necessary, but undervalued. Many work in an 
atmosphere in which they must confront, ignore, or educate colleagues who 
devalue or discriminate against women. Finally, the paucity of women at 
senior ranks in the faculty and administration, despite the number of 
highly qualified, talented, and ambitious women on campus, forces them to 
conclude that their own contributions are unlikely to be rewarded. 
4. Hostility and violence toward women 
Freedom from risk of personal harm is essential to the well-being 
of the community and of the individual. In comparison to some urban 
campuses, the University of Maine is a safe environment, but it is not 
immune to the problems of society at large. 
Date or acquaintance rape is a well-established, ugly, and demeaning 
fact of life on most campuses today, including the University of Maine. 
Alcohol abuse is commonly a contributing factor. Discussions with 
knowledgeable individuals suggest that there are far more rapes, and far 
more harassment of the victims, than formal reports suggest. 
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The evidence of other universities corroborates the view that when 
undergraduate men have ready access to alcohol and to women, the incidence 
of violence towards women increases. 
In the past year, the University took significant steps in breaking the 
silence about rape with the presidential proclamation of Rape Awareness 
Week. This was an important first step, since failure to acknowledge the 
existence of the problem can be perceived as tacitly condoning it. Much 
more remains to be done. 
RECOMMENDATIONS 
The Report makes 104 recommendations in six major content areas. Each 
includes a recommended date and a recommended senior administrative level 
of responsibility for implementation. Though some recommendations may 
require action from the Board of Trustees in relation to System-wide 
policies or collectively bargained contracts, and are therefore beyond the 
direct control of the campus, they are nevertheless presented as 
recommendations for desirable change. 
The nature and the range of the recommendations are summarized below. 
(Some of the following are summarized compilations of the original 
recommendations.) 
EDUCATING THE COMMUNITY 
*Acknowledge publicly and frequently the findings of the Task Force and 
the University's commitment to change 
* Implement programs to raise awareness of women's experiences, women's 
issues, and resources for women at the University 
* Educate members of the University community about their rights and 
obligations under the laws governing equal opportunity 
*Provide educational programs to eliminate sexist behavior 
*Assure that the University's non-sexist language policy is understood 
and practiced 
* Meet campus community needs for information and education about 
substance abuse and violence towards women 
* Provide citizens of the State with services that acknowledge women's 
contributions, incorporate women's perspectives, and promote 
opportunities for women's full participation in society 
* Present the University to its constituencies as striving to become a 
leader in promoting the full participation of women in society 
* Provide residents of fraternity houses with positive role models and 
mentors by requiring adult live-in advisors, by encouraging active 
faculty and chapter advisors, and by establishing short-term residences 
for distinguished visiting alumni/ae 
MONITORING PROGRESS AND REWARDING ACHIEVEMENTS 
* Establish a permanent Commission on the Status of Women to monitor 
progress, collect information, and pursue further study 
*Collect and analyze a wide array of data to support the work of 
monitoring progress 
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MONITORING PROGRESS AND REWARDING ACHIEVEMENTS (cont 1 d) 
* Expect faculty to include appropriate attention to the history, 
contributions, experiences, roles, and status of women in the courses 
they teach; incorporate into decisions about hiring, tenure, and 
promotion an assessment of the integration of women into the 
curriculum 
* Institute a process of evaluating sexist language and related aspects 
of the classroom climate for women 
* Establish an ad hoc committee with the responsibility to address anti-
social behavior and the need for respect for differences 
* Evaluate programs and services to determine their contributions to the 
development of women students and to identify unmet needs 
* Require each organizational unit to report annually on its efforts to 
make the University a more equitable institution for women and on the 
actions it plans for the coming year 
* Expect employees of the University to engage in behavior that promotes 
equity for women and affirmative action, incorporating the assessment of 
that behavior into decisions about hiring, reappointment, tenure, and 
promotions 
* Monitor distribution of internal resources to assure that they are 
equitably available to women 
* Require that planning for promotion be incorporated into the annual 
evaluation of faculty 
* Increase the resources available to the Equal Opportunity Office 
* Evaluate the present roles of fraternity organizations concerning their 
contributions to positive and negative climates for women 
*Acknowledge and reward publicly the achievements of individuals and 
organizational units in promoting equity for women and affirmative 
action 
RECRUITING WOMEN TO POSITIONS IN WHICH THEY ARE UNDERREPRESENTED 
* Accelerate progress in achieving affirmative action goals 
* Assure the increase of women in senior faculty and administrative ranks 
* Assure the increase of women faculty in departments in which they are 
currently underrepresented 
* Recruit more women into male-dominated employment categories at the 
University 
*Recruit more women students, especially into currently male-dominated 
courses of study, majors, and careers 
INCREASING RESOURCES FOR WOMEN 
* Establish a Women 1 s Center 
* Expand and enhance child care facilities and services 
* Expand and enhance the operations of the Women in the Curriculum Office 
* Encourage the on-going integration efforts of the Women in the 
Curriculum Program and the on-going development of a Women 1 s Studies 
Program 
*Work toward the goal of a more comprehensive family leave policy 
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INCREASING RESOURCES FOR WOMEN (cont'd) 
*Stimulate and support research related to women and to families as part 
of the long-range plans to foster research in the social sciences and 
humanities 
* Promote opportunities for flexible work schedules, job sharing, 
and other means of reconciling obligations to family and to work 
* Assist spouses of newly recruited employees in efforts to find suitable 
employment at the University or elsewhere in the area 
*Expand women's health and counseling services 
* Develop a plan to provide adequate and affordable health insurance to all 
students, including single parents 
* Develop a comprehensive plan and program to address women's safety on 
campus 
* Institute a variety of programs of training and development for women 
faculty, staff, and students 
* Set priorities for major fund-raising projects related to women 
PROMOTING ADVANCEMENT OPPORTUNITIES FOR WOMEN 
* Encourage the establishment of career development programs for women 
* Exercise commitment to staff development at all levels of employment 
* Create mobility and advancement opportunities for women employees 
* Assure that the University-wide First Year Experience Program promotes 
a climate conducive to the intellectual and social development of women 
*Revise tenure policies to allow for flexibility in probationary periods 
* Provide preservice and inservice training to educators and child care 
providers in order for them to help girls and young women prepare for 
a broader range of career choices 
REMEDYING INEQUITIES IN COMPENSATION 
*Analyze salaries and promotions annually, acting immediately to 
correct inequities attributable to gender 
*Support full implementation of the Reclassification Study recommendations 
*Support the establishment of a professional staff salary structure 
* Make redressing of gender inequities in salaries and wages the 
top priority in dealing with all bargaining units 
* Investigate and remedy inequitably depressed levels of compensation in 
units whose professional employees are equally or predominantly women 
* Increase the rewards for teaching, advising, and committee service; 
for research on women and families, publication in journals of Women's 
Studies, and contributions to Women's Studies programs; for those 
academic disciplines in which women have traditionally participated 
more fully; and for service on the faculty of University College and on 
the part-time faculty of all colleges. 
*Limit the number of part-time temporary faculty to an unavoidable 
minimum and provide them with prorated fringe benefits 
* Increase retirement benefits for classified and professional staff 
employees 
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*Work toward establishing a fringe benefit package for pool employees 
after a probationary period of 12 months 
* Make information about items that are negotiable in signing a contract 
available to all finalists for employment 
* Investigate the possibility and desirability of faculty status for 
professional library staff 
IMPLEMENTATION 
The Task Force Report has initiated a dialogue about the status of 
women on campus. After consultation with appropriate bodies, President 
Lick will issue a tentative plan of action in response to the Report. The 
Task Force will review both the plan and reactions to it, and offer 
additional or modified recommendations, as appropriate. The President 
anticipates issuing a final implementation plan in early 1989. 
Members of the campus community are encouraged to participate in this 
interactive planning process during the fall term by communicating their 
reactions, ideas, and observations related to the status of women to 
members of the Task Force, appropriate Vice Presidents, or the President or 
members of his staff. The Task Force will also make itself available to 
campus groups, upon request, for discussion of the Report, the President's 
plan, and the implications of these documents for the future of the 
University. 
Task Force members and their affiliations at the time of the Report: 
Lea Acord, Director, School of Nursing 
John Alexander, Professor and Chair, Civil Engineering 
Diane Bowman, Graduate Student, School of Human Development 
Charles Chandler, Assistant Director, Public Safety 
Robert Cobb, Dean, College of Education 
Suzanne Estler, Director, Equal Opportunity, Ex-Officio 
Carolyn Forget, Supervisor of Accounts, Sponsored Programs 
John Halstead, Vice President, Student Affairs 
Nellie Hedstrom, Human Development Specialist, Cooperative Extension Service 
Sharon Jackiw, Associate Director, Sponsored Programs, Chair 
Alan Kimball, Associate Professor, Forest Management 
Terri Kosoff, Undergraduate Student, College of Arts and Sciences 
Nancy MacKnight, Associate Vice President, Academic Affairs 
Evelyn Newlyn, Director, Women in the Curriculum Program 
Thomas Patterson, Head, Reference Department, Fogler Library 
Ann Schonberger, Associate Professor, Developmental Studies 
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